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INTRODUCTION
The accelerating business dynamics, the constant changes in people management policies applied by organizations, and the complex networked business interactions seem to have visibly changed the emphases given by researchers to the facets of the behavior of practitioners working in organizations. Thus, among other topics, the planning that each professional make about his or her exit from the organization, called the Turnover intention -Ti (Vandenberg & nelson, 1999; Mowday, Porter, & Steers, 1982 ) -has once again become a phenomenon of interest in the field of Organizational Behavior.
The purpose of this study is to test a theoretical conceptual model for Ti in academics, analyzing covariables as Psychological Capital -PsyCap (Luthans, Luthans, & Luthans, 2004) on Well-being at work -WBW (Siqueira & Padovam, 2008) -and the possible impact on Ti ; and researching in the universities the reasons why their teachers may tend to leave them and thus, alleviate the discomfort that would be generated, in people management, by the ignorance about the behavior in the organizational environment .
Competitiveness has been at the heart of organizations' concerns since the end of the millennium and in the focus of their managers since the global economic crisis of 2008. Mintzberg and Lampel (1999) argue that to cope with a highly competitive environment, survival, regardless of their size or sector, are required to promote strategic changes fast. in this context, organizational change has become routine, difficult to assimilate in the corporate world.
in this way, Masseto (2003) affirmed that Brazilian universities have left their social nature and are essentially pedagogical in character. The vision of 'education as commodity', adopted by business groups that now run most educational conglomerates in the country (Tiradentes, 2010) , coupled with the 'sale' of quick job placement facilities provided by technology courses and the conveniences of distance education courses (Bertarello, 2010) approach the strategies of the corporate world. For napolitano (2013), the business model of investment funds in the economic groups of education in Brazil, supported by public money, via Fund for Financing Higher Education Students (FiES [Programa de Financiamento Estudantil]) and the University Program for All (Prouni [Programa Universidade para Todos]) became "capitalism without risk", having captive clients and right recipe takes in its teachers to gain new positions in their organizational structures.
However, the training of these teachers did not include powers to take on these new roles, much less to keep up with the rapid growth of the sector, affecting the flow of the complex relations that inhabit the daily life of higher education institutions. For Masseto (2003) , this has attracted the attention of people managers, who are concerned about the costs of turnover and the maintenance of talent, seeking greater competitiveness, many of them formed by the institution itself. Costs become even more serious when there is a loss of valuable and highly committed teachers (Chang, 1999) , generating intangible costs.
On one hand, as specialists in the pedagogical training of higher education teachers (Masseto, 2003) and educators (Tiradentes, 2010; Bertarello, 2010) report the commercialization of higher education in Brazil or the generalized commodification of culture (Bourdieu, 1997) . in turn, the Ministry of Education released promotional material informing that in recent years Brazilian education is already one of the three that has advanced the most in the way of quality around the world.
However, it was noted that the suspension of higher education entitlements to participate in FiES was due to the low-quality indicators established by the national System of Higher Education (Sinaes [Sistema nacional da Educação Superior]) in the 2007-2009 period (Fommenti & Paraguassú, 2011) and also in (napolitano, 2013) converging with the authors opinion on the commodification of education (Masseto, 2003; Tiradentes, 2010; Bertarello, 2010; Bourdieu, 1997) .
in the beginning of 2015, the national media reported that the Ministry of Education stipulated Higher Education institutions to strict quality criteria in granting the FiES, considering the Courses General index. The new rules could hurt the Higher Education institutions that have most benefited from the model in recent years. Among the third enrollment champions by the FiES, 25 are evaluated with grade 3 (scale from 1 to 5) and only four have grade 4 Uninove, Unip, Unic, and Veiga Almeida. in June 2014, the Ministry of Education (MEC) through the Secretariat for Regulation and Supervision of Higher Education decoupled 28 Higher Education institutions by the low academic quality, among them the Universidade Gama Filho (UGF) and the Centro Universitário da Cidade (UniverCidade), both in the city of Rio de Janeiro and a total of 10.8 thousand students enrolled.
With these initial weights, we can see that the study contributes significantly to the field of investigation of organizational behavior, when investigating psychological capital as a moderator of the relation between well-being at work and the turnover intention, making it relevant to the academy, besides presenting unpublished aspects and an apparent gap in the national literature, despite the limiting factor justified by the fact that, in Brazil, research into the proposed conceptual model is unprecedented, which makes it extremely difficult to publish published articles on the subject during the last five years. However, there are significant comparisons of studies of teachers, with Ferraz (2009) and Valente (2007) cited and compared in tables, in the text. This study is composed, in addition to this introduction, by the theoretical basis, methodological aspects, research model, results in analysis and its presentation. Finally, the conclusions, contributions, limitations of the study and a proposal for the development of future research.
LITERATURE REVISION
This section is part of a brief theoretical review of the constructs of this research (WBW, PsyCap and Ti). it is separated into two major parts, one presenting the concept of themes in the Organizational Behavior area and the other presenting recent research with teachers on each theme.
Turnover intention -TI
We studied the process that culminates with the planning of the college teachers exit. it is noteworthy that, the turnover phenomenon was not investigated in this study. According to Mowday, Porter, and Steers (1982) , Ti is the estimated (subjective) probability of individuals who will leave the organization at some point soon, in other words, Ti was considered as a final cognitive variable that can immediately affect turnover (Chang, 1999) , or rather, it is an immediate predictor of turnover.
This reference sought to justify the "desire" of teachers in universities to leave employment at some point in the future (Vandenberg & nelson, 1999) , regardless the easiness in getting another job. in other words, teacher Ti and Organizational Behavior involve variables, whether in microorganizational(individual character, personality, etc.), meso-organizational (interpersonal relationships, teamwork, etc.) or macro-organizational level (culture, climate, leadership, turnover, etc.) .
in Brazil, Carmo and Oliveira (2010) investigated the organizational commitment affective calculative and normative; and employee confidence in the company as a precursor to Ti. This relationship was explained especially by the organizational commitment of affective commitment, and then affective commitment. The authors concluded that the emotional bond with the enterprise reduces Ti. in Portugal, studies on the interrelation of Quality of Life at Work (QLD) and Ti concluded that organizations perceived by employees as those that offer a better QLD gain advantage in hiring and retaining people by reducing the Ti of those who wanted to leave. That is, QLD can have a significant impact on individuals' behavioral responses, among with the Ti reduction (Torres, 2010) stand out.
in China and Zhang (2009) , he reviewed the significant turnover of professors in universities based on the perspectives of the institutional economy in force in the country. The conflict between schools and individuals has proved to be one of the main causes of turnover, regardless of basic issues such as survival and development. Wubin and Zhao Liang (2010) analyzed the moderating effect in PsyCap in the interrelation between the dimensions of burnout (emotional exhaustion, cynicism and personal fulfillment) and Ti. The authors found out that most of the studies only pay attention to the single impact of a variable in the relationship between constructs when they should consider the existence of a moderating effect on the relation. Siqueira and Padovam (2008) , based on the postulates of Seligman and Csikszentmihalyi (2000) , constructed a theoretical model for WBW. The construct is based on three seminal concepts of the positive and pleasurable connotations in the work environment: satisfaction at work (Locke, 1976) ; involvement with work ( Lloyd & Kejner, 1965) and affective organizational commitment (Mowday, Steers, & Porter, 1979) . The authors, by integrating into said constructs, advanced at the same, since they have positive emotional connotations, pleasurable sensations and are pleasant, related to the organizational context. it is a positive state of mind experienced by the worker, through aspects present in the work environment (satisfaction and involvement with work) and positive feelings to the employer organization for having identified with the values and the ethics of it (affective commitment organizational).
Well-being or wellbeing at work -WBW
The theoretical WBW model can be better understood by means of Figure 2 .1, below. 
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The first component of WBW, satisfaction at work, is defined by Siqueira and Padovam (2008) as a positive affective bond with work. The authors validate Siqueira and Gomide Jr. (2004) by pointing out that the pleasant evaluations have specific aspects obtained in the relationships with managers and colleagues, with the satisfaction provided by the salary paid by the company, as well as with the promotional units and their contentment with the tasks performed. involvement with work, the second dimension of WBW, was explained by Siqueira and Padovam (2008) as a concept constituted by the flow state conceived by Csikszentmihalyi (1999) in the organizational context of work, experienced when the individual experiences pleasant sensations resulting from it is elevated from the involvement maintained in the execution of the tasks, especially when challenges are attained by the individual's abilities, through clear transmission in the proposed goals and immediate return, provided by the activity performed. Thus, the activities look like the tasks that produce flow, triggering the full involvement and turning tasks in pleasurable activities, growing sensations resembling those of someone who plays artistic activity with talent (Siqueira & Padovam, 2008) .
The third and final component of WBW, affective organizational commitment, was designed by Mowday, Steers, and Porter (1979) as an identification of the worker with the organization and its objectives. in 1990, Mathieu and Zajac performed a critical reflection on history of the construct, with the statistical analysis of the results gathered from the researches carried out. The results, from the meta-analysis of the authors, converge and show that the commitment is superior for those who adhere to the work ethics. However, Meyer and Allen (1991) described a better model of Organizational Compromise, presenting three strands of commitment: affective, calculative and normative. Siqueira and Padovam (2008) , despite corroborations with propositions, consider only the affective component of organizational compromise in their study. Valente (2007) researched the WBW levels in physical education teachers from private schools and academies. The results indicate that they are happy individuals in their personal and professional life, regardless of the workplace. The researcher found that overall satisfaction with life is correlated with satisfaction at work, and consequently can generate affective attachment to work and low levels of Ti, and thus increase levels of performance and productivity (Siqueira & Gomide Jr, 2004) .
Ferraz (2009) analyzed with the same focus of Valente (2007) the relations of WBW, however in teachers of the fundamental teaching. The results corroborated those of Valente (2000) when they indicated satisfaction at work. Teachers showed affective commitment to their schools, involvement with work, less absenteeism, greater commitment to the team, more organizational citizenship and less intention to leave the organization, or rather low Ti (Siqueira & Gomide Jr, 2004) .
it is appropriate to compare the results of this study with those of Valente (2007) and Ferraz (2009) , because they are studies with teachers, regardless of the educational context. Comparing the results in Figure 2 .2, one must assume dissatisfaction at work provoked by the policies of people management; medium indexes of involvement with work; and an affective link with the organization. it was also found in all three studies that WBW experienced, regardless of the educational context, that this is not conditioned to material factors, but rather to a good level of relationship with people (colleagues and management). in Figure 2 .2, it can be seen that Valente (2007) researched the levels of WBW but did not examine its five individual factors (satisfaction with colleagues, satisfaction with management, satisfaction with tasks, satisfaction with salary and satisfaction with promotions), while Ferraz (2009) and Polizzi (2011) analyzing them.
The results of these researches have demonstrated that Ti is strongly correlated with affective ties with affective commitment to school and with individual actions of teachers (absenteeism, performance and organizational citizenship) contributing to organizational effectiveness (Siqueira & Gomide Jr, 2004) . 
Psychological capital -PsyCap
The rationale behind the PsyCap proposed by Luthans, Luthans, and Luthans (2004) focuses on the understanding of Positive Organizational Behavior -POB. initiated by Luthans (2002a Luthans ( , 2002b , it generated transformation and impact on the organizational environment to direct their research to the positive psychological capacities that could influence the performance of organizations and thus legitimizing the POB. The author, based on the foundations established by Seligman and Csikszentmihalyi (2000) , emphasizes the need for a positive examination of Organizational Behavior, going beyond the popular management style based on self-help literature and the practice of managers for theoretically supported research in solutions to problems in the organizational world.
The four dimensions of PsyCap (self-confidence or self-efficacy, hope, optimism, and resilience) were scientifically specified, based on theoretical knowledge studies and solid empirical research by Luthans and his collaborators in isolated research in organizations and then assembled in an absolute form in the proposition of the PsyCap concept. Finally, positive psychology investigates the construction, reinforcement, promotion of human capabilities and forces which are measurable (Luthiers, 2002a) . it is important to emphasize the existence of a possible overlap in the limits in the summaries of the presented definitions. Thus, for a still further understanding, it will be presented Figure 2 .3, with the synthesis of the four dimensions of the concept. Widespread expectation that there will be positive events that will turn out to be positive, due to the conditions which do not guarantee the expected result in situations specific. People credit success to themselves, distancing themselves psychologically from negative events and feeding themselves permanently of selfesteem and enthusiasm. Evidence in research suggests that it can be developed by individuals. The interest of the academy and the reasonable number of researches on PsyCap led Avey et al. (2011) to retrieve information on the evolution of the construct that integrated the characteristic of each of the four variables. Thus, the authors performed a meta-analysis by researching 51 types of research, aligning the conflicting effects produced by individualized studies. The results showed significant and positive empirical evidence between PsyCap and the WBW dimensions (job satisfaction and organizational commitment), strengthening the purpose of this research to investigate the PsyCap's moderating role in the relationship between WBW and Ti.
METHOD
Participants and location
This research was carried out in a private university in São Bernardo do Campo, Metropolitan Region of São Paulo, Brazil. However, it is essential to point out that organizations distant from large urban centers have their own characteristics and peculiarities, concluded Leite and Albuquerque (2013) when searching, among other constructs, the talented professional's retention strategy in the north Region of Brazil.
This research was conducted with 85 university professors chosen by ed convenience and according to the data obtained. 57 were male (67.1%). Age ranged from 24 to 71 years, with an average age of 45 years old(SD = 11.49). The predominant marital status was married with 63.5%. 58.8% had master's degrees. The average working time was 8.13 (SD = 6.88) years, ranging from 1 to 33 years. The working time between one and ten years represented 77.7% of the participants.
Instrument
A self-administered questionnaire was used, consisting of five measures that measured the study variables and were read and answered by the teacher without assistance.
The instrument was composed of the following measurement scales:
• PsyCap Scale (SPsyCap-12): Version summarized 12 items (α = 0.83) and evaluates the personal strengths that pre-dispose to success at work. • The Scale of Involvement with Work (SIW): Self-report scale composed of five items (α = 0.78). • Affective Organizational Engagement Scale (SAOE): The self-report measure, reduced form five items (α = 0.93). • Scale of TI (STI): Different from the previous ones, this scale was used in its full version and was made of three items (α = 0.95).
To define the profile of the participants, additional data were added, such as age, sex, civil status, working time and academic training.
Procedures and ethical aspects
The approach was in the staff room, outside school hours, at a time in which they were all together. And so, collectively, they received an explanation of the purpose, voluntariness, discretion and the scientific character of the study, and were invited to participate in the research. Those who agreed were given the Free and informed Consent Form, to sign their agreement. The Research Ethics Committee of the researched university analyzed and approved the project that met the requirements of the current legislation and obtained the Consubstantiated Opinion to the proposed research.
Data analysis
The analyzes incorporated the application of descriptive statistical analysis techniques, with standard deviations, Student's t-test, frequencies, r (correlation coefficients), WBW, PsyCap and Ti variables.
Multiple hierarchical linear regression models were also calculated by the enter method to confer the PsyCap moderating capacity on the WBW and Ti ratio. Data analysis and treatment were performed by the Statistical Package for Social Science (SPSS), version 19.0, for Windows.
MODEL
The objective of this study intends by means of a theoretical conceptual model for Ti to present, analyze and discuss the interdependence of the moderating variable PsyCap, on the dimensions that make up the independent variable WBW, and the possible impact of the dependent variable Ti, in university professors. To better represent this objective, Figure 4 .1, below, was elaborated for a better understanding. 
RESULTS AND DISCUSSION
First it will be presented, analyzed, interpreted and discussed the correlation indices (Pearson's r), among PsyCap, WBW, and Ti. Several authors offer parterns for its for its interpretation, however, in this study we chose as parameters the criteria for force analysis of the correlations proposed by Bisquerra, Sarriera, and Martínez (2004, p. 146-148) , including the interpretation s for negative coefficients.
The following are six regression models tested to investigate the role of the PsyCap moderator, the WBW, and the Ti interrelationship through hierarchical analysis by multiple linear regression method enter.
Descriptive analyzes
The averages, standard deviations, frequencies, and percentages were calculated for all variables. The t-test was used to check that the average scores of each variable under examination significantly distanced from the midpoint of their respective scales inserted in response measures. The Pearson's r was also calculated to verify the correlation of the coefficients between the model variables.
Psychological capital (PsyCap)
An average score of 4.04 (SD = 0.55) was obtained, significantly higher than the midpoint (value = 3) of the scale of responses from 1 to 5. This result reveals that, on average, they tend to 'agree' with the 12 items of the Scale of PsyCap (SPsyCap), and therefore, they recognize that they have a relatively high PsyCap, that is, they have a relatively high positive mental state.
Well-being at work (WBW)
Descriptive analyzes were done on the three dimensions of WBW and its five individual factors (satisfaction with colleagues, satisfaction with management, satisfaction with tasks, satisfaction with salary and satisfaction with promotions).
Analyzing the average score of the general satisfaction variable at work, it was slightly above the midpoint (= 4) of the response scale (average = 4.65, SD = 0.79), based on the significant difference result signaled by the statistical test (t = 7, 533, p <0.01).
Satisfaction at work and the five related factors were also analyzed and the results indicated that only three averages of satisfaction with management (average = 5.37, SD = 1.06); (average = 4.99, SD = 0.99) and satisfaction with tasks (average = 4.97, SD = 0.82) are significantly different from the midpoint (= 4). Based on the results presented, it can be said that they tend to be satisfied with the leadership, with the colleagues and with the tasks that they perform. Therefore, they seem to be content with the understanding between them and their boss, the way their boss treats them, and the professional capacity of their manager.
There is evidence in the results that teachers tend to be satisfied with the collaborative spirit of their co-workers, with the friendship and trust that exist between them and pervading their relationships. Another source of satisfaction detected by the results was related to the task carried out regarding the interest that they arouse in their ability to absorb the teacher and the variety of them. While satisfaction with bosses, co-workers, and tasks have been observed, they position themselves around point 5 (satisfied) on a response scale that ranged from 1 (totally dissatisfied) to 7 (fully satisfied). These data point out that the satisfaction reported as high-level is not interpreted as they are not fully satisfied.
On the other hand, satisfaction with salary (average = 4.16, SD = 1.26) and promotions satisfaction (average = 3.71, SD = 1.31) were at a level near the midpoint (= 4, indifferent), on a scale ranging from 1 to 7. The results tend to feel indifferent when they draw a parallel between their salary and the workload they carry out, their professional capacity and the efforts they make in a job. They were also indifferent and slightly inclined to dissatisfaction with the number of times they have already been provided in the institution, with the way in which the university that employs them carries out the promotion of their employees and with the opportunities envisaged to receive a promotion within this institution in the future. These results that deal with satisfaction with salaries and promotions refer to the sources of remuneration maintained by the university in its personnel management policy to reward the investments that the professor made in the institution. Thus, there is a gap in work satisfaction caused by the personnel management policies in force at the university.
The variable involving the work, measured by a one-dimensional scale, produced only one score (average = 4.15; SD = 1.31) which was shown to have no significant difference (t = 1, 028; of the response scale (value = 4). These results show that they would not be completely convinced (4 = neither agree nor disagree) to recognize that the greatest satisfaction of their lives come from work; they are not convinced that the hours spent on it are the best hours of their day; much less are the most important things in their lives linked to their work, and so little do they see themselves to be much attached to their work.
The content of these results seems to inform an indifference of the investigated ones regarding the affective bond that nourish by the tasks that they execute in the institution. For them to be considered teaching professionals highly involved in their work, a score of seven (fully involved) or statistically no different from them would be required. However, this was not the result. Faced with this logical conclusion, there is another gap observed in the well-being of those investigated, now provoked by a median index of involvement with work.
The affective organizational impairment variable produced a significantly different score (average = 3.68, SD = 0.71) (t = 8,890; p <0.01) from the midpoint of the response scale (value = 3). With these results, it can be deduced that they tend to keep with the university where they work an apathetic affective commitment composed of medium feelings portrayed by pride, contentment, enthusiasm, interest, and animation for working in this university. We note a new gap in well-being caused by an affective bond with the median organization which failed to reach higher levels that could be interpreted as very or extremely committed.
in view of the results obtained and the interpretive analyzes drawn here on the content expressed through the responses to the instruments applied in the evaluation of WBW, it can be recognized that the positive and healthy state represented by WBW has gaps that compromise it, particularly produced by the average satisfaction with salaries and promotions, medium involvement with work and affective commitment to the university. The results confirmed a greater tendency in the occurrence of more considerable satisfaction levels with tasks, with co-workers and with the bosses and lower salary satisfaction scores and promotions. These findings are in line with the research by Valente (2007) with physical educators and Ferraz's (2009) , with elementary school teachers. The need to compare these studies was made because they were studies with teachers, even in contexts other than the educational environment.
The averages, standard deviations and t values of the works were compared, and it seems that there are no significant variations between the results of the three studies regarding WBW dimensions, tending to be equivalent, regardless of the level of teacher performance. Further studies could better investigate this assumption by comparing teacher samples from different sequences.
Still, in the comparison of the three studies, there is a possibility of assuming the same gaps in the three studies, that is, the dissatisfaction with work, provoked by the policies of people management; and medium indexes of involvement with work and affective bond with the organization. This assumption is reinforced by the results of this study and Ferraz (2009) , who pointed to satisfaction with colleagues, management, and tasks, but dissatisfaction with salaries and promotions, resulting from the analysis of the five well-being factors at work.
it was also present in the three studies the fact that WBW experienced by teachers, regardless of the level of performance in elementary, middle or higher education, is not conditioned to material factors, but rather to a good level of relationship with people (colleagues and leadership) within the university.
Turnover intention (TI)
The average score calculated for Ti reveals a level below the average (average = 2.18, SD = -0.92, midpoint = 3) for a response scale of 1 to 5. The t-test was also below (-8,231) and the value was considered significant for p <0.01. The results lead to the interpretation that respondents rarely think of leaving the university they work for (value = 2 -rarely on a scale of 1 to 5).
Compared with the results obtained in the individual dimensions of WBW and as a whole, by the variable broad general satisfaction at work, it is observed that the dissatisfaction with the work provoked by the Human Resources Policies with regard to salaries and promotions, teachers rarely ISSN 1678-6971 (electronic version) • RAM, São Paulo, 20(2), eRAMG190064, 2019 doi:10.1590/1678-6971/eRAMG190064 think, plan or will have to leave the Higher Education institutions, or rather, there is low Ti.
These findings are in agreement with Ferreira and Siqueira (2005) , who tested a theoretical model for Ti, which demonstrated that two variables of WBW, satisfaction at work, and affective organizational commitment were a direct antecedent of Ti. There seems to be a similarity between the results of the researches regarding the scores of the WBW and Ti dimensions. Therefore, the degrees of general satisfaction at work and affective organizational commitment are very close, and the professionals studied rarely think, plan or feel like leaving organizations that they work for, regardless the sector, time and conditions of the labor market.
The results of this study and those of Ferraz's (2009) showed a low tendency of Ti. in general terms, they corroborated the Portuguese work developed by Torres (2010) , by pointing out the relation of the different dimensions that make up QLD and its relationship with Ti.
Correlations
in the following Figure 5 .1, there are 15 computed correlations among PsyCap, WBW and Ti. Positive and significant indices between PsyCap and all BWB dimensions and negative indices between these and Ti are observed. All indices, in general, have a moderate correlation with each other, except for two correlations that reached low rates according to the same criteria of Bisquerra, Sarriera, and Martínez (2004, p. 146-148) . The results ranged from r = -0.30 to r = 0.56, and the highest correlation coefficient found was in the ranged variables, Organizational Commitment affective, Satisfaction at work (r = 0.56; p < 0.01) and the lowest between Ti and PsyCap (r = -0.56, p <0.01).
When analyzing the other correlations, it is noted that all WBW dimensions had a positive correlation with PsyCap, with all indexes reaching moderate correlation values. PsyCap presented positive, significant and moderate correlation with satisfaction at work ( r = 0 , 51, p <0.01); with involvement with work ( r = 0.43, p <0.01) and with affective organizational impairment ( r = 0.53, p <0.01). These results imply saying that PsyCap is higher, increase in proportion to the indicators of WBW. Thus, it is observed that PsyCap patients maintain a positive level of health at work, which is represented by WBW.
Finally, it appears that all the correlation coefficients between WBW and Ti dimensions are negative. The Ri presented negative, significant and with low correlation with satisfaction at work (r = -0.33, p <0.01); with involvement with work (r = -0.36, p <0.01), moderate but significant correlation with affective organizational commitment (r = -0.56, p <0.01). And these indexes assume one significant correlation active and negative between WBW and Ti.
The greatest correlation with Ti is the variable affective organizational commitment, making it the best possible predictor of Ti, that is, the more affectively committed the worker is to the organization, the less he thinks, plans and has the will to leave it. the reverse also tends to be true. Finally, as PsyCap increases, the WBW indicators increase and the lower is Ti. Therefore, teachers with the high PsyCap who have WBW tend not to plan to leave the universities in which they work.
Model tests
Six models were calculated to verify the ability of PsyCap to change the strength of the relationship between the three dimensions of WBW and Ti, that is, to identify the moderating role of PsyCap in the interrelations of WBW and Ti. The analyzes were developed by calculating for each of the three WBW dimensions two models of hierarchical multiple regression by the enter method ( Figure 5 .2). For each model, Ti was the variable criterion, the three dimensions of WBW independent variables and PsyCap moderator variable. it was intended to identify the increment of each R² calculated by the introduction of PsyCap in each model. The first model calculated for Ti had satisfaction at work as a single predictor with the capacity to explain 9.7% of the criterion variance (R² = 0.097, F (1.82) = 9.951, p <0.01). in the second regression model, when PsyCap was added as a moderating variable, the impact strength increased (R² = 0.112; F (2.81) = 6.215; p <0.01), and the explanation of the impact was changed to 13.38%. the variance of the planning to leave the university, had an increase order of 3.6% (ΔR² = 0.036). in the third model for involvement with work, the power of explanation was 11.9% in Ti (R² = 0.119; F (1.83) = 12.345; p <0.01), that is, it explains more than the dimension satisfaction at work. in the fourth model, PsyCap added to engagement with the work and obtained a 13.5% explanation capacity (R² = 0.135; F (2,82) = 7.558, p <0.01) augment of 1, 6% in the explanation (ΔR² = 0.016).
in the fifth model, affective organizational compromise presented the highest of the results, explaining 30.2% (R² = 0.302, F (1.83) = 37.344, p <0.01) in the Ti. Finally, in the sixth and last regression model for affective organizational impairment with the inclusion of PsyCap, the explanatory power was 29.4% (R² = 0.294, F (2.82) = 18.452, p <0.0). in this case, it is the only the WBW dimension that had its impact reduced by PsyCap (ΔR² = -0.008), although by a small percentage of 0.8 %. in general, the three WBW variables help explaining the Ti of teachers in higher education. This explanation raises forcefully generated by the increase in the association of variables with PsyCap, except organizational commitment affective, in which the growth does not exist and, on the contrary, there is a reduction in the percentage of the variance explained. Therefore, affective organizational commitment is the WBW dimension that produces the greatest impact on Ti, even with the reduction caused by the presence of PsyCap.
it is interesting to comment on the similarity of this study to that of Wubin; Zhao Liang (2010) . While this research studied a positive health indicator (WBW), the Chinese authors studied a negative indicator of the individual's health condition (Burnout Syndrome). The Chinese study also concluded that PsyCap has to be considered as a moderating variable in Ti studies. in conclusion, academics recommend that organizations invest in PsyCap training for their employees to develop the rational use of their human resources and to meet the fierce competition of the global market.
Finally, the meta-analysis developed by Avey et al. (2011) , who studied 51 papers published in the last three years, validates the results of this research, as it relates to understanding the impact of PsyCap (variable moderator), affecting the strength and/or direction of the interrelationship WBW (independent variable) and Ti (dependent variable).
FINAL CONSIDERATIONS
it can be concluded that the major objective of this study was attained in the way that model test conceptual theory for Ti, among all the variables, showed significant negative and positive correlations revealing that PsyCap (moderator variable) affects the strength of the relationship between WBW (independent variable) and Ti (dependent variable).
Based on the theoretical reference, the concept of Ti is an effective indicator to judge a teacher in higher education, in his thinking, planning, and willingness to leave the university that he works for. Thus, understanding and controlling it is crucial to maintaining talent, a concern that worries people-management professionals. The WBW promotion can be perfectly carried out. However, disguised by the competitiveness that has become the center of the preoccupations in the universities, when they left their social nature and their essentially pedagogical character, approaching the strategies of the corporative world and marketed higher education in Brazil.
The concept of PsyCap emerges in the international literature as a relevant perspective to the research of topics in the business management of people. its comprehensive features and structure can help in the development and training of human resources in organizations, which in turn can turn into a resource to be used in the fierce competitiveness of the educational market.
The study contributes to the field of investigation of Organizational Behavior. Positive points were revealed in the model test as an understanding of the important role of PsyCap as a moderator in the relationship between WBW and Ti dimensions.
it has been observed that the more the teacher commits himself to the school, the less he thinks about leaving it. Thus, the good Ti predictor is affective organizational commitment, because it has the greatest predictive force.
The contributions of this study are explained by the results similar to those of other studies with teachers, regardless of the educational context. Thus, through these new contributions, it is suggested to the Human Resources Areas to research the specific characteristics that have been identified to elaborate processes suited to their specific needs to promote WBW. it should be noted that such contributions will support the management practice and have the firm purpose of clarifying and attenuating Ti effectively, retaining talents and maintaining the quality of the teaching staff, favoring competitiveness. Therefore, if the university wants to keep its teachers without plans to leave, it must act so that they are affectively committed to it.
Before finalizing, deficiencies of this research must be pointed out. The fact that the author taught in the faculty researched may have embarrassed some teachers and led them not to respond sincerely to the research, and some of them may even have refused. This assumption is based on the empirical finding of the low Ti, although the indices of the WBW dimensions are indifferent.
Finally, it is important to continue the research with university professors. However, it is suggested to explore the issue and validate the results of this research with other professional categories, studied in the search for evidence about the PsyCap's role as a moderator variable in the interrelationship of the dimensions of WBW and Ti. it would also be appropriate to present a research agenda with higher education professors in state and federal public universities, as well as in other Brazilian municipalities. This work intends to contribute to the area of Organizational Behavior, broadening the knowledge about the Ti phenomenon that has been troubling management policies.
O IMPACTO DE BEM-ESTAR NO TRABALHO E CAPITAL PSICOLÓGICO SOBRE INTENÇÃO DE ROTATIVIDADE: UM ESTUDO COM PROFESSORES RESUMO
Objetivo: investigar um modelo conceitual teórico para intenção de rotatividade, analisando sua relação com bem-estar no trabalho, capital psicológico e intenção de rotatividade. Originalidade/valor: O estudo contribuiu ao apresentar aspectos inéditos e uma aparente lacuna na revisão teórica da literatura nacional pela ausência de pesquisas que investigassem as relações entre capital psicológico e intenção de rotatividade. Design/metodologia/abordagem: Trata-se de pesquisa de natureza empírica com abordagem quantitativa. Testou quatro hipóteses relativas às interações das variáveis, utilizando um questionário de autopreenchimento contendo cinco medidas brasileiras validadas e precisas. Resultados: As hipóteses foram confirmadas, indicando que docentes detêm um quadro de bem-estar no trabalho composto por satisfações maiores com colegas, chefias e tarefas, e menores com salários e promoções, índices medianos de envolvimento com o trabalho e de compromisso afetivo com a universidade em que atuavam, revelando baixa intenção de rotatividade. Surge, na literatura internacional, o conceito de capital psicológico, propondo-nos investigações futuras e a criação de uma linha de pesquisa no Brasil na mensuração do papel moderador do capital psicológico nas relações entre constructos do comportamento organizacional. É essencial que outras categorias profissionais sejam estudadas na busca por evidências acerca do uso de capital psicológico como variável moderadora na relação entre as dimensões objetivo deste estudo.
PALAVRAS-CHAVE
Modelo do comportamento organizacional. intenção de rotatividade. Bem-estar no trabalho. Capital psicológico. Docência universitária.
